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The Comparison of Leader Traits and Leadership Effectiveness
Between Thai and Chinese-Thai Managers
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Abstract

This study aimed to compare the traits of Thai and Chinese-Thai managers in terms
of leadership and their associations with leadership effectiveness. Leader traits of interest in
this study are drive, desire to lead, honesty and integrity, self-confidence, intelligence, job-
relevant knowledge and extraversion. Leadership effectiveness implied the effectiveness of
management, i.e., subordinate’s punctuality, non-absence from work, work effort, work
standard accomplishment, work quality accomplishment, job satisfaction, and cooperation
with colleagues. Research samples consisted of 57 Thai managers and 87 Chinese-Thai
managers collected by questionnaires. The results found that Thai and Chinese-Thai managers
significantly have different leader traits in terms of desire to lead, self-confidence, and
intelligence. Their leadership effectiveness significantly differs in the aspects of subordinates’
work effort, work quality accomplishment, job satisfaction, and cooperation with colleagues.
‘Honesty and integrity’ is the most important trait that affected most of the leadership

effectiveness for both Thai and Chinese-Thai managers.
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Introduction

At present, it has been accepted so far that business organizations’ success has been
somewhat a result of effective leadership. As we know, leadership is considered as an essence
for every firm’s manager to anticipate, envision, maintain flexibility and empower others to
create strategic changes as necessary (Hitt, Ireland & Hoskisson, 2005). In other words,
leadership is social influence. It means leaving a mark. It is initiating and guiding and the result
is change. By their ideas and deeds, leaders show the way and influence the behavior of
others (Wren, 1995; House, Javidan, Hanges & Dorfman, 2002). Because of sophisticated
competition in the global business, leadership effectiveness is inevitable for managers to
achieve in order to compete successfully. Leadership effectiveness refers to a leader’s
performance in influencing and guiding the activities of his or her unit toward achievement of

its goals (Stogdill.1950).
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Managers, as same as other people in a society, are brought up by their own families,
which have their own cultures, and simultaneously are influenced by cultures of other
national institutes, such as schools or religions. Different cultures exist in the world (Bonvillian
& Nowlin, 1994). Culture is acquired by learning and experiences. Culture is cumulative, passed
down from one generation to the next. People as members of a group, organization or society
share culture. Culture is based on the human capacity to symbolize. Furthermore, culture has
structure and is integrated (Luthans, 1995: 534-535). It can affect managerial attitudes and how
people think and behave. Values are learned from the culture in which the individual is reared,
and they help to direct the person’s behavior. Differences in cultures values often results in
varying management practices and bring about different responses. Differences in work values
have been found to reflect culture. At the same time, value similarities exist between cultures
(Hodgetts & Luthans, 2003: 109-112).

As Thailand has been known very well for its distinctive characteristics as a land of
blended culture since in the past; as a result, we can observe prominent evidence of various
Thai people with different cultural background living in harmony and equilibrium. Among many
ethnic groups of Thai people such as Indians, Muslims and Westerners, Chinese-Thai people
are the biggest population with many of them earn their livings in business sectors and usually
they have been regarded as the significant drive of the country’s economy.

Actually, it is widely agreed that Chinese culture is strongly embedded in Chinese
families in Thailand. The Chinese culture has shown great impacts on leadership effectiveness
among Chinese businesspeople. They are usually taught to be hard-working, patient, be
honest, spend wisely on budget and truthful. Moreover, they are very specialized in allocating
the available resources to achieve their goals appropriately. Meanwhile, for Thai people,
influences from family and social interactions also affect their leadership styles and
effectiveness. Thais are usually taught to be sympathetic, polite, kind and helpful for one
another.

In this case, it seems that Thai and Chinese-Thai leaders likely have different traits
and leadership effectiveness. In accordance with the theory of traits of leaders, seven core
traits have shown to be associated with leadership effectiveness. These traits include drive,
desire to lead, honesty and integrity, self-confidence, intelligence, job-relevant knowledge and

extraversion.
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The key objective to be drawn from this research is, thus, to conduct a comparison
study of these distinctive characteristics among Thai and Chinese-Thai managers. This research
does not argue whether leaders are born or made. In fact, it aims to reveal whether individuals
with the same nationality but different cultural identity will have the same level of leader’s
traits and yield the same level of leadership effectiveness. The results of the research will
provide a better understanding of the difference between the Thai and Chinese-Thai managers,

which will eventually lead to a better cooperation within the business organizations.

Materials and Methods
1. Leader Traits and Leadership

Traits are the distinguishing personal characteristics of a leader, such as intelligence,
values, self-confidence, and appearance (Daft, 2006). A leader is someone who can influence
others and who has managerial authority (Robbins & Coulter, 2007). Leaders show the way and
influence the behaviors of others (Wren, 1995). The leader is characterized by a strong drive for
responsibility (Stogdill, 1981: 81). Great leaders get extraordinary things done in organizations
by inspiring and motivating others toward a common purpose (Kouzes & Posner, 1987).

Research on leader traits in the 1920s and 1930s tried to find the characteristics that
might be able to differentiate leaders from non-leaders. At that time, some of traits studied
included physical stature, appearance, social class, emotional stability, fluency of speech and
sociability. However, the result proved to be impossible to identify a set of traits that would
always differentiate leaders from non-leaders. This maybe was due to some limited points of
view to assume that there could be consistent and unique traits that would apply universally
to all effective leaders whether they were in any jobs, any positions, any responsibilities or any
social and cultural contexts of the world (Robbins & Coulter, 2007).

The results of the later studies were more successful when they focused on
identifying leader traits in association with leadership effectiveness. Seven traits were identified
as drive, the desire to lead, honesty and integrity, self-confidence, intellicence, job-relevant
knowledge, and extraversion (Kirkpatrick & Locke, 1991). The seven traits mentioned above are
shown below (Kirkpatrick and Locke, 1991; Judge, Bono and Gerhardt, 2002).

Leadership is the process of influencing a group toward the achievement of goals
(Robbins & Coulter, 2007). It is the process of inspiring others to work hard to accomplish
important tasks (Schermerhorn, 2002). It is the ability to influence people to willingly follow
one’s guidance or adhere to one’s decision (Rue and Byars, 2003). In addition, the definitions

of leadership include the characteristics of ‘creative and directive force of morale’ (Munson,
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1921); ‘the process by which an agent induces a subordinate to behave in a desired manner’
(Bennis, 1959);, ‘the presence of a particular influence relationship between two or more
persons’ (Hollander & Julian, 1969); ‘an interpersonal relation which others comply because
they want to, not because they have to’ (Merton, 1969); and lastly, ‘actions that focus
resources to create desirable opportunities’ (Campbell, 1991). Excellence in leadership
requires the ability to attract capable people, motivate them to put forth their best efforts,
and solve problems that arise (Manning and Curtis, 2007: 1).

2. Leadership effectiveness
Hogan et al (1994) noted that leadership can be conceptualized and measured in

different ways. So it is possible to separate leadership into two broad categories: leadership
emergence and leadership effectiveness. In this study, we are interested in examine the
effectiveness of leaders who are managers. Moreover, as Rue and Byars (2003) mentioned that
in practice, effective leadership and effective management must ultimately be the same.
Consequently, we assumed the effectiveness of leaders as same as the effectiveness of
managers.

Leadership effectiveness refers to a leader’s performance in influencing and guiding
the activities of his or her unit toward achievement of its goals (Hogan et al, 1994). Effective
leadership in organizations creates a vision of the future that considers the legitimate long-
term interests of the parties involved in the organization, develops a strategy for moving
toward that vision, enlists the support of employees to produce the movement, and
motivates employees to implement the strategy (Rue and Byars, 2003). A manager’s success
depends on getting things done through people. Some important behaviors and attitudes
include employee productivity, absenteeism, organizational citizenship behavior, job
satisfaction, and workplace misbehavior (Robbins & Coulter, 2007).

Effort is the willingness to work hard at a task which is an irreplaceable component
of the high-performance workplace (Schermerhorn, 2002). Daft (2006) stated that managers can
exercise leadership to achieve positive outcomes. They can foster behaviors such as
organizational citizenship, that is, work behavior that goes beyond job requirements and
contributes as needed to the organization’s success. An employee demonstrates
organizational citizenship by being helpful to coworkers and customers, doing extra work when
necessary and looking for ways to improve products and procedures. The attitudes of most
interest to managers are those related to work, especially attitudes that influence how well

employees perform. Two attitudes that might relate to high performance are job satisfaction
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and commitment to the organization. Job satisfaction refers to a positive attitude toward one’s
job. Most managers care about their employees and simply want them to feel good about
their work. Organizational commitment refers to an employee’s loyalty to and engagement
with the organization. Most managers want to enjoy the benefits of loyal, committed
employees, including low turnover and willingness to do more than the job’s basic
requirements. Trust in management’s decisions and integrity is an important component of
organizational commitment.

3. Method
3.1 Participants

Participants included two groups of managers working in private companies in
Bangkok metropolis, i.e., Thai managers (n = 57) and Chinese-Thai managers (n = 87). Thai
managers are those whose family does not practice any Chinese traditions and do not have
any Chinese ancestors. Chinese-Thai managers are those whose family has practiced some
Chinese traditions and have Chinese ancestors. Data was collected by questionnaires.

This study is a survey research. It used a self-administered questionnaire to obtain
data. The convenience sampling approach was used. The total number of returned
questionnaires was 144 results in the response rate of 58 percent. Table 1 presents the

descriptive statistics of personal characteristics of respondents.

Table 1: Personal characteristics of Thai and Chinese-Thai managers

Personal characteristics Thai managers (%) Chinese-Thai managers (%)
n=>57 n =87

Gender
Male 49.1 52.9
Female 50.9 a7.1
Age
Not over 35 years 35.1 253
36-40 years 31.6 34.5
41-45 years 10.5 24.1
46 years and over 22.8 16.1
Work position
First-line managers 82.5 56.3
Middle to top managers 17.5 a4.2
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Work experience

Not over 10 years 17.5 23.0
11-15 years 33.3 253
16-20 years 29.8 29.9
21 years and over 20.8 21.8

3.2 Measures
Leadership effectiveness was measured by asking managers to rate the level of

behaviors and attitudes of their subordinates in their ability to meet the managers’ goals and
expectations. Seven behaviors and attitudes of the subordinates were listed on a set of five-
point scale items in terms of punctuality, non-absence from work, work effort, work standard
accomplishment, work quality accomplishment, job satisfaction, and cooperation with
colleagues.

Seven leader traits consisted of drive, desire to lead, honesty and integrity, self
confidence, intelligence, job-relevant knowledge, and extraversion. Respondents were asked to
rate themselves on five-point scale items. Reliability analysis was performed to test internal
consistency of each trait. The analysis of the reliability showed values of Cronbach’s alpha of
at least 0.67 or above. The definitions and the reliability test of each trait are as shown in

table 2.

Table 2: Traits items and scale reliability

Scale [tems Reliability
(Cronbach’s

alpha)

Drive High achievement need .86
Readiness to be responsible for success
Willingness to be responsible for failure
Tolerate to difficulties
Eager to work
Tolerate to take the risk
Willingness for criticism

Searching for new work methods
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Scale [tems Reliability
(Cronbach’s

alpha)

Desire to lead Want to gain obedience from others 82
Want to gain trust from others
Want to be reliable for others
Want to be depended upon by others
Want to be followed by others
Honesty and Sincere .94
integrity Honest
Frankness
Moral
Truthful
Self-confidence Disclosure of all information .84
Have confidence on his own thought
Do not hesitate to make decision
Do not hesitate to supervise others
Have faith in his own decision
Intelligence Have ability to get ideas from a limited information .82
Have ability to confront with problems
Have visions
Have ability to gather data
Have ability to analyze information
Job-relevant Have knowledge about the organization 67
knowledge Have knowledge about the job
Have knowledge about the business
Extraversion Happy to be around with people 91
Like meeting with people
Do not afraid to talk in front of the public
Do not hesitate to speak out of his opinion to
others
Happy to work with others

Interested in exploring new ideas
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3.3 Data Analysis

Responses were analyzed by using a computerized statistical program. The data

were tested by the statistical methods of t-test and multiple regressions.

Results

The analyses in this study were conducted at the statistical significance level of 0.05.
Table 3 presents the comparison of leader traits between Thai managers and Chinese-Thai
managers. Results showed that Chinese-Thai managers obtained higher level of all leader
traits. Thai and Chinese-Thai managers were significantly different on the desire to lead, self-

confidence, and intelligence.

Table 3: Comparison of Leader Traits

Traits Managers Mean SD t Sig. Mean

difference

Drive Thai 3.92 .60 -1.75 .08 -.16
Chinese-Thai 4.08 52

Desire to lead Thai 3.79 52 -2.04  .04* -.19
Chinese-Thai 3.98 57

Honesty and integrity  Thai 4.12 .58 -.40 .68 -.05
Chinese-Thai 4.17 76

Self-confidence Thai 3.62 12 -2.71  .00% -.30
Chinese-Thai 3.92 44

Intelligence Thai 3.35 .65 -2.87  .00* -.29
Chinese-Thai 3.64 50

Job-relevant Thai 4.05 53 1.10 27 -12
knowledge Chinese-Thai 3.93 .63

Extraversion Thai 3.54 .60 -1.26 .20 -13
Chinese-Thai 3.67 .63

Table 4 presents the test of the difference of means of seven aspects of leadership
effectiveness between those of Thai and Chinese-Thai managers. Results of the test suggested
that the Thai and Chinese-Thai managers were significantly different in the aspects of
punctuality, non-absence from work, work effort, work standard accomplishment, work quality
accomplishment, job satisfaction, and cooperation with colleagues. Furthermore, the results
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showed that Chinese-Thai managers had leadership effectiveness at the higher level than Thai

managers in all aspects.

Table 4: Comparison of Leadership effectiveness

Leadership effectiveness Managers Mean SD t Sig. Mean

difference

Punctuality Thai 3.68 .93 -.64 .52 -.10
Chinese-Thai 3.78 .88

Non-absence from work Thai 3.65 1.08 -1.79 .07 -.30
Chinese-Thai 3.95 .94

Work effort Thai 3.67 .95 -2.87  .00* -.42
Chinese-Thai 4.09 73

Work standard Thai 3.84 .75 -1.74 .08 -22
accomplishment Chinese-Thai 4.06 71

Work quality Thai 3.67 72 -2.62  .01* -.31
accomplishment Chinese-Thai 3.98 .66

Job satisfaction Thai 3.49 .60 -3.31  .00* -34
Chinese-Thai 3.83 .59

Cooperation with  Thai 3.82 .78 -2.07  .04* -27
colleagues Chinese-Thai 4.09 74

Table 5 presents regression analyses which leadership effectiveness of Thai
managers, in seven aspects, is the dependent variable and seven leader traits are the
independent variables. The values of adjusted R® indicated that the independent variables
satisfactorily explained the variation of the leadership effectiveness in the aspects of
subordinate’s  punctuality, non-absence from work, work effort, work standard
accomplishment, work quality accomplishment, job satisfaction, and cooperation with
colleagues, at the percentage of 19, 51, 56, 57, 59, 67, and 46, respectively.

Results of the analyses suggested that ‘honesty and integrity; was the most
important trait that affected the leadership effectiveness. This trait explained the variations of
six aspects of leadership effectiveness, i.e., subordinate’s punctuality, non-absence from work,
work effort, work standard accomplishment, work quality accomplishment, and job

satisfaction.
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The second important trait that affected the leadership effectiveness was ‘job-
relevant knowledge’. This trait explained five aspects of leadership effectiveness, i.e.,
subordinate’s non-absence from work, work effort, work standard accomplishment, work
quality accomplishment, and cooperation with colleagues.

Moreover, the traits that were not relevant to leadership effectiveness of Thai
managers included ‘desire to lead’ and ‘self-confidence’. The leadership effectiveness in the
aspect of subordinate’s punctuality was shown to be less affected by leader traits than other
aspects. In the meantime, the leadership effectiveness in the aspects of non-absence from

work and work effort were more affected.

Table 5: Thai Leader Traits and Leadership Effectiveness

Traits Punctuality Non- Work Work Work Job Cooperation
absence effort standard quality  satisfaction
from work
Beta Sig. Beta Sig. Beta Sig. Beta Sig. Beta Sig. Beta Sig. Beta Sig
Drive A1 72 11 66 44 07 36 13 04 8 .09 64 84  .00%
Desire to .05 .74 16 22 03 80 -08 .49 -10 37 .02 82 -06 .65
lead
Honesty 49 .03 59 00 45 .01* 38 .02 .78 .00* .57 .00 .29 A2
and
integrity
Self -37 19 -17 43 -20 33 03 8 -01 96 -22 21 -21 .36
confidence
Intelligence 53 06 47 03 55 01* 10 61 14 46 29 10 .01 .95
Job- -22 .18 -34 01* -52 .00* -28 .02 -28 .02 -10 32 -32 .02¥
relevant
knowledge
Extraversion -28 .16 -20 .19 -26 .08 23 .12 .19 .19 .28 .03* -04 .79
Adjusted R© .19 51 56 57 59 67 46
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Table 6 presents regression analyses which leadership effectiveness of Chinese-Thai
managers, in seven aspects, is the dependent variable and seven leader traits are the
independent variables. The values of adjusted R® indicated that the independent variables
moderately explained the variation of the leadership effectiveness in the aspects of
subordinate’s  punctuality, non-absence from work, work effort, work standard
accomplishment, work quality accomplishment, job satisfaction, and cooperation with
colleagues, at the percentage of 16, 37, 48, 38, 36, 34, and 39, respectively.

Results of the analyses suggested that ‘honesty and integrity; also was the most
important trait that affected the leadership effectiveness. This trait explained the variations of
six aspects of leadership effectiveness, i.e., subordinate’s punctuality, non-absence from work,
work effort, work standard accomplishment, work quality accomplishment, and job
satisfaction. This showed the influence of the similar leader trait between Thai managers and
Chinese-Thai managers on their effectiveness.

The second important traits that affected the leadership effectiveness were ‘drive’
and ‘intelligence’. These traits explained two aspects of leadership effectiveness, ie.,
subordinate’s non-absence from work, and cooperation with colleagues.

The leadership effectiveness in the aspect of subordinate’s punctuality, work effort,
work standard accomplishment, work quality, and job satisfaction were shown to be less
affected by leader traits. In the meantime, the leadership effectiveness in the aspects of non-

absence from work was more affected.

Table 6: Chinese-Thai Leader Traits and Leadership Effectiveness

Traits Punctuality Non- Work Work Work Job Cooperation
absence effort standard quality satisfaction
from work
Beta Sig. Beta Sig. Beta Sig. Beta Sig. Beta Sig. Beta Sig. Beta @ Sig.
Drive -06 .71 .38 22 13 06 68 21 .19 31 06 .44  .00*
.02*
Desire  to .10 45 .25 06 55 05 63 -06 57 -02 86 .09 41
lead .04*
Honesty 45 41 45 .00 .33 .02 36 .01* .43 .00* .26 .07
and .00% .00%
integrity
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Self A5 028 17 1721 06 13 29 04 75 01 88 .11 .35
confidence

Intelligence  -.15 .41 -40 -23 10 -12 45 -25 11 -25 12 -45  .00%

01*

Job- 01 9 -28 06 09 48 25 07 28 .06 .02 8 .27 .06
relevant

knowledge

Extraversion .08 51 05 67 07 48 .10 37 17 13 21 .07 -04 .69
Adjusted R’ .16 37 48 .38 36 .34 .39

Discussion/Conclusion
This study examined whether Thai and Chinese Thai managers have different level of

seven traits of leader, ie., drive, desire to lead, honesty and integrity, self-confidence,
intelligence, job-relevant knowledge, and extraversion. Secondly, it examined the difference in
the level of leadership effectiveness between the two groups of managers. Finally, it tested
the association between traits and effectiveness.

Results of the study showed that differences existed in leader traits, between Thai
and Chinese-Thai managers, in terms of desire to lead, self-confidence, and intelligence. This
finding may implied that culture apparently has played an important role in the leader traits.
Evidently, some differences between Thai and Chinese-Thai managers’ traits are found. In
addition, the descriptive analysis also found that the Chinese-Thai managers have higher level
of traits in all traits.

These findings reflected the rigidity of how the Chinese-Thai managers were raised
up to be attentive to their ways of living and doing business. However, the multiple regression
analysis showed that these three traits have no significant to most of the aspects of the
leadership effectiveness. Therefore, it can be assumed that if the differences in the leadership
effectiveness existed between the Thai and Chinese-Thai managers, there must apparently be
influenced by other factors, not the traits. However, the multiple regressions analysis showed
that some traits affected leadership effectiveness.

The results of the study also showed that the traits of self-confidence and
extraversion have no significant relationship with the leadership effectiveness of both groups of
managers. This might contradict to what the western researchers have suggested. In Thai

society, perhaps the distance of power is high. Subordinates always listen to their managers.
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Managers are not expected to show their confidence or have interaction with their
subordinate. Moreover, the descriptive analysis also showed that both groups of managers
rated themselves at the moderate level. It implied that these traits perhaps are not much
important to both managers and subordinates.

The trait that both Thai and Chinese-Thai managers similarly rated themselves at the
high level is ‘honesty and integrity’. It’s not surprising because this trait is regarded as the
important values in doing business for people in countries in East and Southeast Asia, including
Thailand. Managers are expected to show characteristics of honesty — so that they can build
trusting relationships between them and their subordinates or other relevant parties. This can
be done by being truthful or non-deceitful. Moreover, they have to demonstrate a high level
of consistency between word and deed. By implementing these concepts into actions, it will
help enhancing credibility of leaders which will eventually result in their leadership
effectiveness. This belief is confirmed by the multiple regressions analysis. It is found that
‘honesty and integrity’ has significant relationship with six aspects of leadership effectiveness
of Thai managers as well as of Chinese-Thai managers.

In addition to honesty and integrity, other trait which is shown to be important for
the success of Thai managers includes ‘job-relevant knowledge’. It suggested that the
manager’s ability will be fully exploited if they can show their staff that they possess a high
degree of knowledge about the company, industry and technical matters. The leader that is a
true expert in the field can supervise their subordinates very well which will result in the
latter’s high performance. From the descriptive analysis, both Thai and Chinese-Thai managers
similarly rated themselves at the high level. However, the multiple regressions analysis showed
that only this trait of Thai managers significantly affected their leadership effectiveness.

On the other hand, the trait such as ‘the desire to lead’ has no significant influence
on the leadership effectiveness in almost every aspect. This finding did not support the
western theory but it is perhaps understandable to Thai society. It is because in Thai society, it
is a cultural practice for its members to keep silent and be humble. Showing the desire to lead
may be interpreted as being very aggressive in a negative way. However, the t-test showed the
difference on this trait between the Thai and Chinese-Thai managers. The latter managers

showed higher desire to lead and this trait significantly affected their leadership effectiveness.
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As a further suggestion for the Chinese-Thai managers whose drive and intelligence
are considered to be crucial factors for leadership effectiveness, the leaders are required to
develop themselves in such dimensions including abilities of problem-solving and decision-
making. Indeed, a ‘keen mind’, such as strong analytical ability, sood judgment and the
capacity to think strategically and multi-dimensionally, is necessary for effective leadership.
Furthermore, leadership effectiveness requires ‘above average intelligence’ rather than genius,
which the leaders can achieve both through the formal learning tools provided by the firms

and by experiences they gained from working and cooperating with their colleagues.
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